The effect of Intelligence on employee performance is highly essential, although contradictions related to the current research found. This research aims to analyze the direct and indirect effect of spiritual intelligence and emotional intelligence on employee performance through Organizational Citizenship Behavior (OCB). This research using Partial Least Square (PLS) with 50 respondents as samples. It shows that emotional intelligence has a direct and indirect effect on employee performance. Meanwhile, spiritual intelligence only has a direct effect on employee performance. Emotional intelligence can increase employee performance indirectly through OCB. Management implies that the supervisor is supposed to conduct an assessment on OCB to enhance employee performance continuously.
Introduction
Organizational Citizenship Behavior (OCB) is a voluntary challenge that may increase the effectiveness of an organization. OCB has not considered an integral part of official rules and regulations (Anwar & Osman-Gani, 2015) . Strategic action in Human Relations is to develop organizational citizenship behavior over an organization. OCB can contribute to organizational effectiveness through managerial productivity and performance, enable organizations to adapt to environmental changes, and strengthen the communication within a workplace (Podsakoff et al., 2000) . OCB has a necessary consequence in the workplace (Arvind et al., 2015) . Organ (2006) suggests that employee involvement in the extra work can be weak for the social system, and it will soon crush in competition.
OCB never found within the employee job description, but it is necessary. It will increase the effectiveness and survival of an organization or company, especially in a business environment with high competition. Someone with high OCB will not pay with money or specific bonuses, but the OCB is a social behavior of every individual to work beyond expectation, such as creating a pleasant mood at work, giving suggestions, and not wasting time during the work (Robbins, 2006) .
The performance of the employees mostly determines company performance. Therefore, examining employee performance is essential. Employee performance is influential for the success of an organization. An organization must improve employee performance. Employee performance is the result of employees' work in quality and quantity following his responsibilities (Mangkunegara, 2001) . Another concerning factor is that how to measure the role of OCB on employee performance. A comfortable, safe, and conducive work environment will create when employees demonstrate Organizational Citizenship Behavior (Gan & Yusof, 2018) .
Employees with OCB will have high expectations to achieve high achievement, under the presupposition that the organization management sees the essential factors to shape the employee performance in terms of both work environment and OCB. According to Luthans (2011) , OCB has a close relationship with individual performance, group performance, and organizational performance. Maharani et al., (2013) , Basu et al., (2017) find out a significant effect of OCB on employee performance. Indarti, et al. ( 2017) examines the effect of OCB and job satisfaction on employee performance. This study shows that job satisfaction can increase performance through OCB. Therefore, OCB theoretically has a positive relationship with employee performance.
Spiritual intelligence is related to mental awareness of the meaning of life. With a higher level of spirituality, somebody can have better inspirations for their work. The one with the right level of spiritual intelligence may be an asset to the organization. Therefore, it is necessary to consider the effects of spiritual intelligence on OCB (Anwar & Osman-Gani, 2015) . The result is in line with the research by (Rahgozar et al., 2014) , which suggests a positive relationship between spiritual intelligence and OCB among staff at Shiraz Azad University.
Intelligence is a significant contributor to affect the OCB level. Emotional intelligence is an employee's ability to understand, to regulate, and to assess emotions and feelings (Mayer et al., 2004) . Emotional intelligence is one of the best tools to improve employee relations to Etikonomi Volume 18 (2), 2019: 249 -258 develop social relations among co-workers (Siddiqui & Hassan, 2013) . Emotional intelligence does not correlate with heredity. Thus, it opens up opportunities to continue what nature has provided to a higher chance of achieving success. Emotional intelligence has a large and vital role in achieving success at work and in the community (Saphiro, 2003) .
The effect of emotional intelligence on OCB is also explained by Bighami et al. (2013) . He proves a positive relationship between emotional intelligence and OCB. On the other hand, Chin et al. (2011) find out that there is almost no correlation between emotional intelligence and OCB. Thus, research about it is still interesting to review.
Emotional intelligence does not go against intellectual intelligence. However, both interact dynamically at the conceptual level and the real world. Students have an intelligent contribution to organizational success, but there is still little research to link it with employee behavior (Meisler, 2013) . Khawaja, (2017) finds a positive relationship between OCB, performance, and OCB. (Muhdar & Rahma, 2015) also suggests the same result, that spiritual intelligence and OCB influence performance.
Although many studies show a high influence of intelligence on performance (Khawaja, 2017; Muhdar & Rahma, 2015) , a gap to conduct a research on it is still open (Meisler, 2013) . Studies to understand human intelligence as the antecedent of OCB in the workplace have rarely conduct while supervisors demand on clear understandings of this construct that can provide a significant knowledge of spiritual experience in response to the organizational relationship.
The current study aims to explore performance perspective and socioemotional selective theory within an organizational citizenship behavior and performance at the workplace. Therefore, spiritual intelligence, emotional intelligence, organizational citizenship behavior, and performance can understand in terms of theory and practice.
Method
The current research is explanatory. It aims to examine the direct and indirect effect of emotional intelligence and spiritual intelligence on employee performance with OCB as an intervening variable. This research is conduct in Bank of BTN shariah, Malang. The samples are active employees from Bank of BTN shariah, Malang. The sample consists of 50 respondents. The indicators of emotional intelligence refer to Sani & Troena (2012) . he spiritual intelligence instrument based on the concept of Agustian (2007) . The researcher refers to Podsakoff et al. (2000) to measure the OCB-indicator, and also Mangkunegara (2001) to measure the employee performance.
Data are analysed using Partial Least Square (PLS). It is used to analyse the influence of emotional intelligence and spiritual intelligence on employee performance through OCB. OCB variable used as an intervening variable. Khawaja (2017) suggests that spiritual intelligence has a positive effect on OCB and performance. Muhdar & Rahma (2015) show that spiritual intelligence influences OCB and performance. Anwar & Osman-Gani (2015) show that spiritual intelligence influences OCB, and Bighami et al. (2013) show a positive relationship between emotional intelligence on OCB. Figure 1 shows the Path Analysis Model from this research.
Figure 1. Path Analysis Model
The descriptive analysis describes how to implement spiritual intelligence and emotional intelligence based on the characteristics of respondents. To identify the implementation of OCB and employee performance, the researcher employs descriptive analysis, which includes cross-tabulation. Data analyzed by using PLS software to explain path analysis among variables.
Results and Discussion
The respondents of the current study are 28 men (56%) and 22 women (44%), as provided in Table 1 . It indicates that employees in the Islamic Bank, Malang, are still dominated by men. The descriptive analysis of 50 respondents shows that the most significant number of respondents are 26-35 years old, which is 48%. Besides, 15 (30%) respondents are 15-25 years old, and 11 (22%) respondents are 36-45 years old. The aspect of marital status, 33 respondents (66%) married, 17 of them (34%) are single, and 0 (0%) is a widow. In the education level, 15 respondents (30%) are a bachelor, Etikonomi Volume 18 (2), 2019: 249 -258 and 35 (70%) of them are the diploma. In terms of working experience, 11 respondents (22%) have been working for 1-5 years, two respondents (4%) with less than 1-year work experience, and 37 (74%) of them have more than 5-year experience.
The evaluation of the measurement model validated the result of the loading factor. Variables should be valid to construct if the standard of loading factor is ≥ 0.50. While, the Cronbach Reliability is supposed to be ≥ 0.70. The Average Variance Extracted (AVE ≥ 0.50) is used to measure the reliability in PLS measurement. All manifested variables to latent variables validate that all values of the loading factor are ≥ 0.50. Cronbach Reliability (CR) ≥ 0.70 concludes that all latent variables have good reliabilities. The tests divided into four main steps: 1) testing the direct effect of spiritual intelligence on employee performance; 2) testing the direct effect of emotional intelligence on employee performance; 3) testing the indirect effect of spiritual intelligence on employee performance through OCB; and 4) testing the indirect effect of emotional intelligence on employee performance through OCB -the summary of the test result provided in Table 3. In the first step, spiritual intelligence has a significant effect on employee performance, so the result supports hypothesis 1. Spiritual intelligence increases employee performance directly. Employee performance covers working quantity and quality and Timeliness. The second step shows that emotional intelligence has a significant effect on employee performance. Hence, hypothesis 2 is in line with the examination result. The third examination shows that spiritual intelligence can have a positive effect on OCB. OCB plays a vital role in employee performance. Hence, hypothesis 3 does not agree with the result. Spiritual intelligence cannot increase employee performance through OCB. The indirect influence of spiritual intelligence on employee performance is 0.016, while the direct one is 0.157 (See Figure 3) based on the coefficient. It concludes that the direct influence of spiritual intelligence to employee performance is higher than the indirect effect. Spiritual intelligence can have a positive effect on employee performance (Anwar & Osman-Gani, 2015) . However, it has different results from that of Khawaja (2017) . He finds out that OCB is a mediation variable between spiritual intelligence and performance. Anwar & Osman-Gani (2015) claim that spiritual intelligence is happy enough to do their work correctly. When somebody is cheerful in his mind, he or she may be happy during working. People will be more active to involve in any activity within the organization. Furthermore, the dimensions of spiritual intelligence and organizational justice are positively related. It shows that a worker with high organizational competence will indirectly lead to behavior exceeding his role (OCB). Without organizational competence, they may not work beyond what they are supposed to do.
The fourth step shows that emotional intelligence has a significant effect on OCB, and OCB increases employee performance. Therefore, hypothesis 4 goes in compliance with the result of the study. Emotional intelligence can increase employee performance through OCB. The indirect influence of emotional intelligence on employee performance is 0.278, while the direct one is 1.112 (See Figure 2) based on the coefficient. The direct effect of emotional intelligence on employee performance is higher than the indirect one. Emotional intelligence can have a positive effect on OCB and employee performance (Bighami et al., 2013) . Chelagat et al. (2015) , Harwiki (2016) , and Indarti et al. (2017) state that OCB and employee performance have a close relation. According to Overstreet (2016) , emotional intelligence has a positive effect on performance and mediated by OCB variables. Rezvani et al., (2018) suggest that Emotional Intelligence correlates with performance. One of the main factors determining organizational effectiveness is emotional intelligence (Stephens & Carmeli, 2016) . Emotional intelligence is the capacity to support and control personal emotions and others.
Employees with good emotion quotient can control their behavior in the work environment. A problem over the work can solve through discussion or deliberation. Employees who have a high motivation can provide excellent results over the work. Besides, they can also be a figure for other employees to solve a particular problem. Volume 18 (2), 2019: 249 -258 This study shows that emotional intelligence can increase performance through OCB. Employees with good emotional intelligence are aware of the importance of OCB, and it affects their performance. OCB is one of the working attitudes commonly considered by an organization, and it becomes one of the criteria to determine if an employee makes an excellent performance. Luthans (2011) suggests that OCB has a necessary implication on the organization. The outcomes manifested into working quantity and quality and Timeliness.
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Figure 2. Hypothesis Testing Results
Conclusion
Spiritual intelligence has a significant effect on employee performance. It increases employee performance directly, which covers working quantity and quality and Timeliness. Spiritual intelligence does not have a significant effect on OCB. OCB affects employee performance. Spiritual intelligence cannot increase employee performance through OCB. Emotional intelligence has a significant effect on OCB, and OCB can raise employee performance directly and indirectly. Employees who can manage emotions can control their behavior during work to streamline the work processes. Thus, they give maximum results.
The researcher states that the limitation of the current study is the small number of the sample. The fact, the respondents from a single organization had made this research rigid to generalize. Further research should include more data from various organizations.
